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DIVERSIFICATION Ernest Arbuckle* 


Management for Growth. Edited Gayton Germane. Stan- 
ford, California: Stanford University Graduate School Business, 
1957. Chapter pp. 68-86. 


Many companies today are diversifying their activities means 
growth and improvement profit performance. fact, the move- 
ment toward diversification has become strong that being widely 
analyzed major business development. 


The three major reasons why many companies are diversifying 
today have been summarized Gilbert Burck (Fortune, September 
1955). First, companies diversify means growth. many 
large companies new product development “internal” diversification 
has become basic ingredient for growth and expansion. Another 
factor that right after the war many companies found themselves 
with excess cash and chose invest entering another industry 
diversifying widely within their own. 


The second reason why many companies diversify affect 
seasonal cyclical fluctuation. During this Cold War period many 
companies have had combine defense orders with commercial pro- 
duction. The third reason offset declining stagnant market. 
The producer finds that wants keep expanding must 
diversify. 


Many American companies have grown through diversification. 
Grace Co. represents company that has diversified through 
variety methods: through internal development new products 
and processes, through the licensing processes developed others, 
and through acquisition. Today its businesses fall into four categories: 
chemicals, steamship, Latin American enterprises, and general busi- 
ness (including insurance company, bank, outdoor advertising 
company and petroleum development). 


Despite the broad diversification Grace’s activities, the company 
managed orderly and logical fashion. The organization 
decentralized that components can managed effectively. The 
manager for any business group businesses expert them 


his competitor. one important aid, the number management 


levels has been minimized. 
Diversification makes business more complex and more difficult 


manage. However, also stimulates management greater achieve- 
ment and, through the opportunity provides, attracts top men. 


*Executive Vice President, Grace Co. (Pacific Coast). 


THE HIDDEN PERSUADERS Vance Packard* 


New York: David McKay Co., Inc., 1957. 275 pp. $4.00. 


Motivation research strange and rather exotic new era 
American life. Large scale efforts are being made channel our un- 
thinking habits, our purchasing decisions and our thought processes. 
The use mass psychoanalysis (or the depth approach) has become 
the basis multimillion dollar industry. Its purpose determine 
the why our behavior that our habits and choices may more 
effectively manipulated. 

The trend which led use the depth approach was largely 
impelled difficulties the marketers kept encountering trying 
persuade Americans buy all their products. Merchandisers found 
themselves trying understand the deep unconscious and subconscious 
factors that motivate people. People’s subsurface desires, needs, and 
drives were probed order find points vulnerability. Then the 
psychological hooks were fashioned and baited and placed deep the 
merchandising sea for unwary customers. 

present, motivation research has really taken hold. There are 
number independent depth-probing firms; social scientists are 
gravitating into the field; journals are discussing it; and many adver- 
tising agencies are deeply involved. The depth manipulators are start- 
ing acquire power persuasion that becoming matter 
justifiable public scrutiny and concern. 

The psychological “hooks” explored and manipulated motiva- 
tional research men are extensive. Distinctive, highly appealing “per- 
sonalities” have been created for products that people can identify 
with them. Our secret miseries and self-doubts have been explored. 
result, techniques for overcoming guilt feelings about such ac- 
tivities smoking and candy eating have been developed. Our hidden 
needs have been identified and the promise their fulfillment offered 
such unlikely products air conditioners, cake mixes and motor- 
boats. 

Many other areas undergo probing the depth researcher, in- 
cluding sex, the desire for oral gratification, impulse buying, status 
symbols, class tastes, our hidden aversions, our unaccountable resist- 
ances, the conditioning children. Each area used advantage 
the “subconscious salesman.” 

Persuaders are starting take hold other, even more challeng- 
ing fields, such politics and public relations. These fields are more 
momentous even than merchandising since the aim now nothing 
less than influence the state our minds and channel our be- 
havior citizens. 

the future one, evidently, spared from the all-seeing, 
Big-Brotherish eye the motivational analysts. This raises questions 


*For fifteen years, Packard has been writing articles and books, based 
largely new developments the social sciences. 
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moral nature which should faced. Manipulation inherently 
volves disrespect for the personality. Where will stop? 


Comment: Hurriedly written scare story for broad appeal, this 
book not satisfactory source information the nature moti- 
vation research, the extent which employed, the effectiveness 
applications its findings. Instead, often misleading due 
careless handling tenuous data and loose use such terms “mass 
psychoanalysis,” “depth approach,” and “manipulation.” Highly biased, 
much the book makes lively reading. interest the most 
recent example criticism persuasion our society (which sees 
conspiracy). calls into question the attitudes toward their publics 
sellers and advertisers, public relations men and politicians. Less 
directly, also questions whether business should try find out what 
people want (whether not they consciously know), and use this in- 
formation basis for product and promotional planning. Joseph 
Newman, Assistant Professor Business Administration. 


NEW FRONTIERS FOR PROFESSIONAL MANAGERS Ralph Cordiner* 


New York: McGraw-Hill Book Co., 1956. 121 pp. $2.75. (McKinsey 
Foundation Lecture Series, Vol. 1). 


This book based the three lectures delivered Columbia 
University 1956 series directed toward the achievement 
perceptive and accurate interpretation the American business system. 

his first lecture, Cordiner describes some detail eleven out- 
standing characteristics which have led the philosophy and practice 
“decentralization” within General Electric. This pattern organi- 
zation the subject the second lecture. The answer the Company’s 
growth problems was decentralization, way preserving and en- 
hancing the contributions the large enterprise and the same time 
achieving the flexibility and the “human touch” popularly associated 
with small organizations. 

Under this principle, each employee the Company has his 
position full responsibility, authority and accountability for certain 
defined body work and teamwork. Its practical result put the 
responsibility for making decisions with the individual managerial and 
functional employees. Such responsibility delegated according 
carefully planned organization work. 

improved three-part organization structure was devised which 
distinguishes between three work areas. Operating work, 100 manu- 
facturing Operating Departments bear full responsibility particular 
product service field. Service work, experienced personnel 
major business functions research, teaching and long-range guid- 
ance. And Executive work group six executives share the work 


*President, General Electric Company. 
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the President and, with nine Service officers, advise him. Assistants 
and decision-making committees are abolished out keeping with 
decentralization philosophy, which places responsibility the indi- 
vidual making the decision. This philosophy presents number 
challenges; however, built firmly recognition the dignity and 
capacity the individual. went into actual application Feb- 
ruary 1951. 

the third lecture, Cordiner looks ahead discern the chal- 
lenges and opportunities which will engage professional management 
the future. centers his thoughts around three challenges: 
(1) long-range planning, (2) organizing, communicating and utilizing 
information for decision making, and (3) the area human motiva- 
tions. Beyond these challenges are the challenges finding ways 
which American concepts responsible freedom can bring new levels 
spiritual well material attainment for everyone. 


THE NEXT HUNDRED YEARS 


Harrison Brown, James Bonner, and John Weir* 
New York: The Viking Press, Inc., 1957. 193 pp. $3.95. 


The modern corporation long-lived entity. Therefore in- 
creasing interest found among corporation executives trying 
peer into the future and ask how company policies today can best 
adapted potential future developments. This book assesses the 
future our scientific-technological-industrial civilization. sum- 
mary thirty conferences held with individual company groups, each 
confined the top executives the corporation. 

The authors analyze long-term trends four areas: 

Availability raw materials. have now reached the point 
which numerous quantities raw materials are required support 
single individual highly industrialized society. These resources 
include metals such steel, copper, and lead, and non-metals such 
cement, clay, and salt. seems clear that the per capita quantities 
material needed will probably continue rise. 

New materials will required meet these needs. However, 
raw materials such copper and aluminum grow more scarce, 
will become necessary process lower grades ore. Thus, more 
technology, more equipment, more steel and greater expenditure 
energy will required keep production rates the required 
level. 

Growth and feeding the world population. The prevailing 
high birth rates, coupled with drastically lowered death rates, have 


*The authors are professors the California Institute Technology. 
Brown Professor Geochemistry; Bonner Professor Biology; 
Weir Professor Psychology. 
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resulted enormously accelerated rates population growth. These 
rates can maintained only the production food can keep pace 
with population growth. The world population will probably not level 
off much less than seven billion persons. 

Increases food supply are attainable wider application 
present technology. Agricultural productivity can increased the 
use more irrigation, more fertilizer, more insecticides, the appli- 
cation more plant-improvement techniques and practicing more 
intensive agriculture. The rate which such increase can achieved 
between two and four per cent per year and should thus suffice 
take care our increasing world population. Meanwhile, new tech- 
nological developments may increase the rate growth our food 
supplies raise the maximum amount food which can ultimately 
produced. 

Sources energy. rates energy consumption continue 
accelerate and these rates are maintained beyond the time when 
our supplies petroleum and coal are exhausted, will necessary 
for man make use new, less conventional sources energy. Al- 
though solar energy offers some promise, nuclear energy will probably 
less expensive. Nuclear energy can play major part many re- 


gions the world just soon reactors are developed capable 
producing cheap enough power. With world population seven 
billion, about per cent the total energy needs would satisfied 


nuclear energy. 


Technical manpower. can produce sufficient quantities 


energy and expend properly, can meet the demands the 
future. order this, must have highly-trained technical 
manpower. Our brainpower thus the initial limiting factor far 
the world’s resources are concerned. present fall far short 
developing the fullest our intellectual resources. Our potential 
output eight times our present output. 

Man has his disposal ample material resources. The main prob- 
lems are less those technology than they are those men’s getting 
along with other men. 


THE PSYCHOLOGY CAREERS Donald Super* 


New York: Harper Brothers, 1957. 362 pp. $5.75. 


While this book designed primarily textbook, believe 
that busy executive would want read, least, Chapter One “Why 
People Work,” pages 3-16, and Chapter Two “Work and the Way 
Life,” pages 17-35. The abstract these two chapters follows. 

Work commonplace, yet little understood that society 
commonly plagued problems work and occupation. One ques- 


*Professor Education, Columbia University, author Appraising Voca- 
tional Fitness. 


tion vital importance society why people work. Chapter One 
considers the motivations for working terms three major needs. 


Human Relations. Depersonalization increasingly com- 
mon characteristic modern industry. Workers, however, need rec- 
ognition persons and preservation their integrity. Several things 
are thus required. First, modern man must find work situation 
which can retain sufficient independence preserve his own in- 
tegrity, himself. Second, workers want fair treatment. People 
like know how they are being judged and what the bases judg- 
ment are, and they want sure that those doing the judging are 
impartial. Third, they require opportunity for self-expression. Finally, 
work must furnish the worker with feeling status. 

Work. has frequently been shown that work activity, 
pastime the literal sense the term, important many adults 
all occupational levels. Opportunity for self-expression exists the 
individual finds his work, outlets for his abilities, interests and needs, 
and the work permits him play kind role that keeping 
with his self-concept. The physical conditions which the work 
done also affect the worker’s satisfaction his work. 


Livelihood. Current wages, salary fees are important largely 
because they fix the present standard living. Another important 
factor that the individual likes feel earning much others 
his sex, age, experience, seniority, education, occupation and produc- 
tivity. This status need, one human relations rather than 
economics. Further, the need for security dominant. Workers fear 
being laid off, having seek another job, having move. 


Chapter Two considers the relationship between work and in- 
dividual’s way life. fluid, industrial society, occupation the 
principal determinant social status. Many sociologists have at- 
tempted develop occupational scales. Occupations are the common 
means social mobility. Movement down the socioeconomic 
ladder takes place workers move down the occupational 
ladder. Furthermore, occupation principal determinant class 
consciousness. 


true that people with certain attitudes and interests are likely 
attracted certain types work. also true that those who 
congenial types work. This applies both the physical conditions 
and the social climate which the work done. 


The way which the work each occupation conducted also 
regulates the daily and seasonal routines the worker and sets 
pattern social behavior which must conform. This extends 
his daily schedule and his seasonal schedule, well friend- 
ships, clothes, conduct, neighborhood and location work. Occupa- 
tion not merely means earning livelihood, but also way 
life, social role. 
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THE ROLE THE CORPORATE CONSCIENCE William Gossett* 


Corporate Citizenship. Lexington, Virginia: Washington and Lee 
University, 1957. Lecture II, pp. 177-189. 


the man’s land beyond those regions where the law clearly 
defines the corporation’s power, find management seeking pre- 
vent the development new laws laws that may needlessly limit 
corporate freedom. its efforts maintain adequate area 
freedom, management finds that must try resolve conflicts 
interest among many groups. The effort achieve such standard 
has produced the notion the “corporate conscience.” The modern 
corporation has achieved awareness the unity its own interests 
and those society. 


The attitudes society have brought about great changes from 
generation generation the behavior the corporation. These 
changes have all resulted from changes the dimensions the area 
freedom which the corporation exists. the modern stock corpo- 
ration developed, became wholly natural object legislative at- 
tention, when became clear that what the corporation did, 
increasingly complex economy, could have profound effects others 
that were far removed from it. However, laws such the Sherman 
Act are not state being, they are state becoming. There 
are moral absolutes the laws controlling business activities. 

conclude that the law delayed reflection social ideas 
and mores, the effort safeguard corporate freedom requires constant 
attention the whole environment and ideological climate the 
enterprise. Management must examine carefully any contemplated ac- 
tion determine whether might thought violate the people’s 
“rights,” whatever the law might be. 

There are many areas which the corporation must concerned 
with what goes the minds people. Americans have ambivalent 
feelings about bigness and about competition. Intense pressure gen- 
erating among the groups immediately involved the corporation. 
Each tends hold its own rights supreme. Dramatic conflicts in- 
terest arise over such decisions whether move out given 
community whether prune out inefficient dealers. find man- 
agement learning sit judgment itself these areas. 

management has the wisdom benefit fully from the lessons 
history, the judgment resolve problems the long-term interests 
the enterprise and employ the powers and experience the 
corporation serve the needs society, then management will pre- 
serve for the corporate institution position dignity, respect, and 
independence the economic and social life the nation. 


*Vice President and General Counsel, Ford Motor Company. Pamphlet 
reprinted from Volume II, The John Randolph Tucker Lectures, 1953-1956, 
Washington and Lee University. 
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THE STAFF ROLE MANAGEMENT: ITS CREATIVE USES 


Robert Sampson* 
New York: Harper Brothers, 1955. 226 pp. $4.00. 


The present dilemma management the tyranny techniques. 
Techniques are essential business, but they are not its essence. 
attempt substitute them for managing dangerous, for then 
look techniques, not managers for results. 

Staff work provides one the greatest untapped sources for 
management improvement. The staff man has assume new role: 
that catalytic agent who will serve counselor line execu- 
tives, including first-line supervisors. this new role will respon- 
sible for helping executives their solutions their problems their 
work situations. 

The five conflicts involved staff work are the staff man versus: 

(1) machine, (2) organization, (3) man, (4) himself, and (5) line. 
For instance the conflict the staff man and line centers around his 
efforts work out his role connection with line people. The paradox 
line and staff that staff work, while originally conceived 
aid line executives, has sometimes impeded them. Staff men should 
the servants management, not the managers. 

company business produce and sell goods services 
profit. Line management involves series interrelated operations 
finance, production, and sales. Staff work adjunct line 
management, working make management more effective its man- 
aging. Staff goals are: (1) management development, (2) organization 
planning, (3) administrative planning. meet these goals the staff 
man must know how gain acceptance the line, analyze the total 
situation which the executive finds himself, and counsel with 
individual group executives. 

the future, staff needs become acutely conscious the 
human factor organization life. For this must willingly subordi- 
nate itself line. Staff must also become integral part manage- 
ment. this must view itself supporting, building, and 
strengthening management every level. 

Yet staff cannot succeed and itself. this point nothing 
has been asked line. make most effective the resources his 
staff, the line executive asked know: 

How evaluate staff programs. 

How determine how staff should work. 

How strengthen staff. 

How strengthen line management. 

What expect staff man. 

Staff people can the vanguard for modern management taking 
leadership the development the human potential both man- 
agers and themselves. 


*Associated with Kearney Company, Management Consultants. 
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THE ADMINISTRATOR TECHNICIAN Lynn Castle* 


Advanced Management, Vol. 22, No. May 1957, pp. 15-18. 


The technician someone who knows how something get 
result. practices art. Three things are true him: (1) 
works toward definite result. (2) familiar with the materials 
and natural forces with which must deal get the result. (3) 
possessed particular skill which his chosen materials proc- 
esses can made produce the desired results. 


Can administrator technician? The three characteristics 
the technician may examined see whether they are related 
the administrator’s role. 


Part the administrator’s job the defining objectives. 
The kinds choice are two. One choice the selection the ends 
aims themselves terms the larger values and meaning the 
enterprise the choice what more worthwhile. The other the 
choice means which will, fact, produce the chosen end. one 
goes down the scale from the general the specific, the answers can 
more and more precise. 


The raw materials and processes with which administrator 
deals appear for the most part living and moving situations, usually 
great complexity. these situations the goals and purposes 


enterprise are sought through the cooperation individuals and groups 
people. 


fair question ask whether the administrator can under- 
stand these complexes with the precision which would entitle him 
called “technician.” Probably the most can say that more 
being discovered all the time. Naive assumptions simple cause 
and effect human situations are giving way more realistic con- 
ceptions; more attention being given the fact constant change, 
the learning process, and the use verbal labels. 


Insofar the administrator able get the results goes 
after, through the exercise skill. One aspect this skill includes 
observation and receiving communications from others. also in- 
cludes capacity, partly intuitive, for analysis and integration that 
often call creative imagination. The administrator’s skill appears 
everything does, but, particular, able deal with all 
the dimensions problem once. This his skill, deal with 
human situations moving and living wholes and cause them finally 
yield their fruits according man’s design. the extent that 
man can this, may truth call himself administrator. 


*Training Supervisor, Sandia Corporation, Albuquerque, New Mexico. 
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THE CHANGING ROLE THE MARKETING FUNCTION 


Henry Bund and James Carroll* 
The Journal Marketing, Vol. 21, No. January 1957, pp. 268-325. 


Can generalizations developed guide individual companies 
creating marketing organization appropriate their needs? Yes, 
say Bund and Carroll reporting the Journal Marketing 
eight-months’ study conceived and sponsored the New York Chapter 
the American Marketing Association. Practically the entire January 
issue devoted this one topic. 

Marketing defined as: (1) integration all functions 
moving any type goods services from production the final uses, 
(2) making full use all relevant disciplines integrated pattern, 
and (3) accepting precise and exacting performance standards. 

The areas change and growth marketing are considered: 

The “breaking out” functions previously nonexistent 
combined with other responsibilities. Newly separated functions are the 
major means for current expansion marketing. Usually, once broken 
out, they grow rapidly. Breaking out should occur soon several 
subfunctions can combined logically. Examples: Marketing 
search the specialization most frequently broken out reviewed 
terms the questions most likely confront research practitioners 
and corporate management: timing, rate expansion, multiple divi- 
sion organization, scope, and control and administration. Advertising 
and sales promotion are being altered status, scope and require- 
ments. Growing demand for better integration advertising and pro- 
motion compelling changes both personnel and methods. 

The “slotting in” new functions designed coordinate the 
expanding new responsibilities. Increase sales and marketing staffs 
over the past ten years has created problems supervision, further 
aggravated the marketing function has broadened and separate 
responsibilities have been broken out. The combination separate 


disciplines, skills, and responsibilities required new mechanisms 
coordinate the subfunctions. Management has been concerned with 


timing and methods for this coordination and supervision. 


Staffing the marketing function begins with the top marketing 
executives. superman not required; the executive must able 


plan, coordinate and direct, but not expected match the 


knowledge specialties under him. There sure road the top 
marketing although selling increasingly recognized pre- 
requisite. 

Two special problems arise developing manpower for market- 
ing: few educational curricula are specifically aimed staff positions 
marketing and there little uniformity job content. Some educa- 
tional techniques now being used are: job rotation, coaching and 


*H. Bund Vice President and Director; Carroll Editor, Division 
Management Methods, Research Institute America, Inc. 
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manpower inventory, internal company programs, outside courses 
and professional associations. 

The problems organization are considered terms three 
issues: 

Transition from narrow sales operation new marketing 
department. Nearly all successful changes have been gradual and slow 
rather than sudden and dramatic. Qualified men must recruited, 
trained and developed, and other members the management team 
must accept broadened marketing responsibility. 

Organizational patterns. There bewildering .rray 
organizational arrangements; one scheme universally 
Most marketing executives subscribe the principle and practice 
decentralization. Several aspects decentralization are: greater au- 
tonomy for product departments, decentralization line organization, 
the need for additional staff, and limitation optimum extent 
divisionalization the need expand and possibly duplicate staff. 
Among methods for satisfactory coordination within the marketing 
department are: common training for both staff and line personnel, 
exchange personnel, and regularly scheduled meetings and com- 
mittees. 

Coordinating marketing with other functions. Some ap- 
proaches can originated marketing personnel: cross attendance 
department meetings, geographic concentration all top staff, joint 
projects and experience, and heavier reliance committees. 

The last step welding the separate elements successful 
operation the setting separate coordinating responsibilities. 
Better means coordinating manufacturing and marketing must 
found lower risks while maintaining adequate inventory. 

The formalized approach new product development usually 
takes the shape one four main methods: under manufacturing, 
the marketing function, the committee approach, separate 
function. When the variety items handled becomes substantial, 
management needs specific guidance many questions. The product 
product planning manager concept has been one way handling 
these problems. The personnel requirements the new product plan- 
ning function are probably the most exacting, with the possible excep- 
tion the marketing manager. 


THE CHURCH AND AUTOMATION 
Articles Jack Hollingum, Moses Parker, Falder* and editorial 


The London Quarterly and Holborn Review, April 1957, pp. 81-98. 


Automation very much welcomed, but brings dangers 
with it. this symposium, editorial sets down the situation which 


Hollingum Associate Editor, Metalworking Production; Parker 
Officer the Transport and General Workers’ Union, and Methodist local 


Falder Director and Secretary the Wellcome Foundation, 
Ltd. 


ate 
ith 
the 

re- 
et- 
Ca- | 
j 


the Church likely face, with the coming automation, and the 
danger-points which Christian principles will have applied. 
Following this, Hollingum describes what automation is, Parker con- 
siders the problems from the point view the trade unions, and 
Falder deals with the matter seen from the side management, 

The editorial points out five areas which the growth automa- 
tion will lead change. (1) Automation will result increase 
leisure. (2) will result more money and higher standard 
living. (3) will alter the kind work people and the conditions 
which done. (4) shall need watch our sense values; 
otherwise education will become more and more matter training 
people earn their living rather than training them become full 
personalities. (5) There the danger unemployment. The Church 
must meet these new opportunities and challenges the Age 
Automation. 

Hollingum’s description automation includes account 
specific developments the field and predictions for the future. The 
two developments far-reaching importance have been the “auto- 
matic feedback control” and the electronic computer. Although po- 
tential fields for automation are very many, there are some limiting 
factors. These include cost, availability machinery and the shortage 
scientists and technologists. 

Speaking from the point view trade unions, Parker deals 
with problems that are likely arise under two main headings: in- 
dustrial and social. The industrial problems are: (1) The learning 
new skills. There will great demand for supervisors; this will 
stretch our educational facilities. Furthermore, training centers will 
have set for the re-training engineers and electricians. 
(2) Mental problems. The psychological strain occasioned the close 
concentration demanded the machine-minder may present with 
new problems. (3) Problem consultation. The practice consulta- 
tion between employer and workers will have greatly extended. 
(4) Problem wage structure. Far greater emphasis likely 
laid hourly rates than payment results. (5) Demarcation 
problems. Much more will depend the future the amicable settle- 
ment these problems. 

Social problems include the need for adequate retirement pensions 
and financial help the displaced worker while carries the burdens 
re-training, the moving his home, and forth. shall have 
prepared introduce planning into our society. 

The main purpose automation, states Falder, raise the 
standard living. Alarming views about “machines control” are 
unfounded. Man will continue have control the machines has 
made. There will some displacement labor; essential that 
employers, employees and government should co-operate make re- 
employment easy and quick possible. The major problem will 
that educating people for the use more leisure time. 


le- 


THE CONSCIENCE BUSINESS MacPhee* 
The Canadian Banker, Vol. 64, No. Spring 1957, pp. 23-35. 


There has been long-range struggle for status among least 
three groups control the ideas and ideals mankind. For any one 
these groups have the undisputed right act the conscience 
business would dangerous. The author examines these agencies 
and offers observations their success failure. 

The first group the church. generally recognized that Puri- 
tanism and Calvinism provided the theological foundations for our 
present capitalistic system. The later history the Protestant churches 
the ethical dictator has not, however, fulfilled its early promise. The 
great sanctions the church were not used set the moral code for 
day-to-day business operations. The Protestant church has largely 
ceased function the conscience business. 

Capitalism the second agency acting the conscience busi- 
ness. code was developed the 19th century Canada which 
was largely created frontier experiences. Materialism became the 
accepted philosophy, and shrewd dealings, opportunism, “taking 
chance,” “quick” sale and dishonest promotion characterized much 
the practice. 

The third group, the state, began challenge these business prac- 
tices and codes late the 19th century. The political state has grad- 
ually begun assert that the proper source acceptable business 
ethics. The concept one the hallmarks any police-state ideology; 
the author’s opinion the struggle is, basically, for control the 
conscience and ideals society. must decide whether are pre- 
pared pass this control business leaders. 

Canada, the whole, the effect legislation and the working 
state institutions devised legislation have proven beneficent. 
the United States, however, business has begun fight back against 
government, against acts which business regards aggressive attempts 
government usurp its prerogatives and interfere with matters 
beyond its scope. The corporation, with its centralized economic power, 
now prepared challenge the state. 

The battle lines are being drawn. The first rounds have gone 
the state such areas the creation the state corporations which 
are allowed compete with private enterprise; the anti-combines 
legislation, and its attendant procedures; and the 1952 legislation for- 
bidding resale price maintenance. 

But business going contest the right the state act 
its conscience, must prepared propose alternatives and put 
them into effective operation. the last decade many leading busi- 
nessmen have started their firms. They have demonstrated 


*Dean the Faculty Commerce and Business Administration, The Uni- 
versity British Columbia. 
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their concern for more employment, more regularity employment, 
better value merchandise, better human relations, better quality 
management, well sufficient net earnings ensure continuity 
these things. 

The socially-minded employer asks that given credit for 
the changed outlook has helped create. corporations lack this 
outlook, society may well give its support the political body. Thus 
the future freedom business largely the hands the leaders 
corporations. the basis the performance such leaders so- 
ciety will decide which group will continue “the conscience 
the state.” 


ETHICS AND THE EXECUTIVE: THE SMALL DECISIONS THAT COUNT 


Wayne Broehl, Jr.* 


Dun’s Review and Modern Industry, Vol. 69, No. May 1957, pp. 45, 
120, 122-124. 


The American business community deeply concerned about its 
moral responsibilities individuals and society. Today’s executive 
again and again putting himself and his corporation through rigorous 
process soul-searching the questions ethics and morality. Slowly 
but surely helping evolve the “corporate conscience.” 

The executive facing situation considerable import can 
expected perceive its moral and ethical elements. But there an- 
other, and much less easily discernible, ethical pitfall; this produced 
the executive’s obligation make hundreds small-scale decisions. 
Their cumulative effect probably much greater than the results 
one two major decisions. 

executive deals with people. His relationship with these people 
authoritative. The moral implications this fact are far-reaching. 
small ways and over many minor incidents the executive exerts 
fundamental impact the characters the people his influence 
touches. executive with thoroughgoing set ethical values will 
convey these values people throughout his organization. 

The temptations for minor slips the value structure are greatest 
the small-scale level. The effect such slips cumulative. last 
the executive loses his perspective, and his aura authority tends 
destroy the values those whose lives touches. 

man puts first that which worships. worships power 
influence, his day-by-day decisions will invariably reflect that fact. 
places first his religious faith, his decisions will reflect their reli- 
gious base. man must make any decision, big small, the con- 
scious realization that represents entire value structure. 


*Assistant Professor Business Administration, The Amos Tuck School 
Business Administration, Dartmouth College. 
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HOW COMBINE INTERNAL AND EXTERNAL PUBLIC RELATIONS 


Management Methods, Vol. 12, No. May 1957, pp. 61, 63, 64, 66-68. 


There has been much said internal versus external public rela- 
tions. But these are not really alternate choices. There’s time and 


place for both. 


most companies (beyond certain size) the internal re- 
quirements can analyzed into two components: (1) management 
participation, and (2) detail work, operations. company grows, 
generally speaking, the wisest move for the president hire less 
experienced man who can handle the detail work, while retains 
managerial control. Then, when the company sufficient size for 
the president begin parcelling out some his top management 
functions, can hire well-trained operate policy level. 

Growing companies eventually reach stage where advisable 
have both internal department and outside counsel. The 
following three major reasons for deciding hire outside counsel 


should prove helpful: 
Need for evaluation and planning. 
Need for special skills too expensive hire full-time. 


Internal setup longer able keep with the work. 

There vast difference opinion which functions are best 
suited internal handling and which handling agency. 
Activities which are closest the day-to-day operation the com- 
pany, and for which logical have full-time man the spot, 
usually should assigned the internal department. These in- 
clude: plant relations, community relations, news collecting, special 
kinds personal writing, and maintaining relationships with special 
nonbusiness friends the company. Functions that are most often 
best handled outside agency include: establishing profile,” 
pacing the activity, helping creative planning, projects which 
specialists are required and evaluation “in depth” problems. 

When smooth interrelationship between the two groups mas- 
tered, activity can make major contribution corporate success 


and well-being. 


HOW DEVELOP EXECUTIVE TEAM Myles Mace* 


Pacific Factory, Vol. 87, No. April 1957, pp. 68. 


People learn doing, but the extent their learning and the 
speed with which they learn depend large part upon the immediate 
superior whom they are responsible. The superior controls the work- 
ing environment and his role and responsibility contribute 


the growth his subordinates. 


The role the superior can called coaching, administration, 


*Vice President, Litton Industries. 
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leadership. means basically getting things done through people 
cooperative basis. There are five elements coaching: 

First, subordinates must given opportunity. This means that 
superiors must delegate. The concept delegation requires judgment 
determine when and what delegate, which subordinates for 
their individual growth and development. 

The second element counseling, and relating the counseling 
the jobs done the work situation. 

The third the creation team. The superior must know his 
people, must let them know what their jobs are and must show 
them that they actually participate and that they will given fair 
treatment. 

Next, climate mutual confidence must developed. 

Fifth, the superior must set standards performance. The ap- 
proval superior must have meaning. The meaning must based 
upon the superior’s standards. 


HUMAN PROBLEMS ENTERPRISE LATIN AMERICA 


William Whyte and Allan Holmberg* 
Human Organization, Vol. 15, No. Fall 1956, pp. 1-40. 


mutual need: Latin American and industry need each other. 


U.S. management Latin America faces problems that cannot 


solved money alone. deals with complex set human relations 


both within its own organization and also connecting the company 
and its employees with the culture and social organization the 
country. better understanding these human problems will enable 
management act more effectively Latin America. 

The first part this study compares and contrasts specific prin- 
ciples the cultures the two nations. Among these are: 


the Latin America 
Belief equality; open, so- Rigid social structure, based 
cially mobile society. patterns dependence and 
submission. 
Emphasis position held Personalism; emphasis per- 
individual. son holding position. 
Family plays small Kinship and family play highly 
ganization society. significant role. 
Men and women equal. Male domination, double 
standard. 
High value seen face-to- Refer problems remote, 
face problem solving. higher authority. 
Belief work, activity, ac- Work necessary burden; 
complishment. high value assigned emo- 
tional feeling, 
havior. 
Optimism. Pessimism, determinism. 
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The businessman must understand these differences between the 
two cultures. Further, must learn cope with Latin America 
terms three specific problems. the aim this special issue 
explore these problems and their solutions. 


Language learning. Language one the major problems 
faced firms. supervisor with meager knowledge Spanish 
handicapped his face-to-face relations. Thus language program 
must important part the program any U.S. company 
Latin America. should include provision language instruction, 
evaluation progress, and psychological motivation. 


Community and government and union relations. The com- 
pany depends for its survival upon its relations with other organiza- 
tions and communities the host country. The executive must take 
strong but neutral interest political and governmental affairs 
all the way down the line. must take strong interest the com- 
munity which part, but must careful not take too 
paternalistic role its life. Otherwise communities may lack moti- 
vation provide services which they might very well supply for 
themselves. Once the paternalistic relationship established, natural 
pressures generate extend further. 


Management must also aware the fact that union move- 
ments have been largely nationalistic and identified with particular 
political party. Thus union people tend take their problems out 
the local scene the central government. counteract this tendency, 
management encouraging discussions with representatives the 
workers local levels. 


The development National supervisors. the long run, the 
company that staffed primarily Nationals has the best chance 
becoming accepted part the society. Thus the development 
National supervisors primary concern management. This de- 
velopment best effected the supervisor who delegates responsibility 
and authority the Nationals under him. Management must also 
work out testing programs identify potential managers and must 
create training programs enable workers learn. 


The businessman Latin America dealing with culture 
and culture change; cannot effective unless has under- 
standing wide variety groups Latin American society. 


Whyte Professor Industrial Relations, New York State School 
Industrial and Labor Relations, Cornell University; Holmberg Pro- 
fessor Anthropology, Cornell University. 


issue based part upon research and part upon discussion with 
management people who participated seminar with the New York State 
School Industrial and Labor Relations, July 9-13, 1956. 
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THE INHUMANE BUSINESSMAN Russell Kirk* 


Fortune, Vol. 55, No. May 1957, pp. 160-161, 248. 


American businessmen are deficient the disciplines that nurture 
the spirit; they are inhumane. Humanism discipline that traces 
its origins back the Hebrew prophets and the Greek philosophers, 
and has existed ever since humanize men. Our term for 
liberal education.” Humanism persists today but with influence greatly 
weakened. Production and promotion have become the whole life 
for many the best minds our country. Most our businessmen 
are unaware the fact that they are missing anything. 

Humane disciplines equip man for the private life the mind 
and generally prepare him any kind intelligent work. Some 
the accomplishments the humane discipline are remarkably impor- 
tant the management the modern economy. The complexities 
modern business require precisely those habits thought that liberal 
education has been trying inculcate young men these several 
centuries. The sheer variety the ideas that the liberal-arts man has 
explored can counted upon give him resourcefulness generally 
superior that the man who has had only technical training. 
Technique breeds only refinement existing technique. Imagination 
can said rule the world. 

can argued that degree the humanities even some 
added guarantee integrity. man schooled philosophy must, 
least, know what misconduct is. The humane man able appreciate 
human hopes and motives. has some idea the complexity and 
subtlety the human heart. should know fairly well what may 
expected man. 

Yet the doors business and industry are too often closed the 
liberal-arts graduate. This the result the attitude that all educa- 
tion should for special vocation, and the pandering 
“the needs industry” educational administrators. 

only accident, the American businessman has become the 
chief guardian our civil and cultural inheritance. must shoulder 
the responsibility public polity keep the money and in- 
fluence possesses. The possessors property must fortified 
the councils humane disciplines; yet there vast gulf between the 
man property and the man intellect the today. 


*Author The Conservative Mind, Editor Modern Age. 


YOUR COMPANY’S PHILOSOPHY KILLING CREATIVE LEADERSHIP? 


Robert 
Office Executive, Vol. 32, No. May 1957, pp. 23-25. 


Instinctive leadership plus creativity management ability 
has enabled man change his ways for the better ever-increasing 
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rate. studying this faculty, get close the source all human 
progress. 

make the study have have some guiding principles. 
These principles come under six general headings: 

Rules and precedents. Look out for rules, precedents and 
strait jackets all kinds. Such devices provide safety, but only the 
risk killing individual initiative and progressive thinking. 

Quality personnel, salaries and motivation. all levels busi- 
ness organizations need the maximum use the ability their person- 
nel. However, all procedures that tend restrict produce action 
without thought are potential danger. High quality personnel 
needed not just management levels but all the way down the line. 
The better the quality recruits, the greater the need for highly de- 
veloped training and educational procedures. Further, management 
get the over-all job done well, good salary and proper motivation 
are important. 

Levels authority. Levels authority from the highest 
the lowest should few possible. Each new level adds the 
cumbersomeness the operation, slows down the making decisions, 
and tends weaken rather than strengthen the delegation authority. 

Decision-making and problem solutions. Authority make 
decisions should delegated near the point action possible. 
superior must not reverse decisions made those whom authority 
and responsibility have been delegated. Committees should not make 
decisions, for unless committee dominated one man, such de- 
cisions are too often compromise. 

Company character. company should have strong, dis- 
tinctive and consistent character. 

Creative leadership and the selection managers. The exec- 
utive’s job make the most the human resources under his super- 
vision. addition, integrity, industry and ability are the most essential 
qualifications good manager. 

charge Canadian Operations, The Prudential Insurance Company 


America, presented before the Toronto Chapter, National Office Management 
Association. 


LEARNING CAN FUN EVEN FOR BUSY EXECUTIVES 


Business Week, No. 1444, May 1957, pp. 164-166, 168, 170. 


Many articles have recently been published about the new “war” 
games, teaching tool for executives developed the American Man- 
agement Association. This article from Business Week typical. 

The game civilian cousin the Armed Forces Staff College 
war games. the A.M.A. version, five teams executives spend 
two days doing imaginary years battle for common market. 
start with, the five teams each representing company the $22- 
million, growing market for “widgets” are completely equal. Each 
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has 20% the market, $10-million assets, plant capacity 
units selling price $5, and $4.4-million available 
cash. The problem win control the market. 

play, lasting minutes, represents fiscal quarter company 
history. Every quarter, the three four men each team must 
reach new decisions how run the business with the cash avail- 
able. There are number alternative decisions. When the time 
up, the decisions are rushed computer which weighs one team’s 
plans against the others through set interlocking formulas. Then 
spews out quarterly report, letting each company know how 
made out and little bit what the competition to. the 
end, the company that has amassed the most total assets the 
winner. 

Despite number limitations, the computer game’s little 
verse has much common with today’s booming, slightly inflationary 
economy. A.M.A. feels that some the advantages are that 
trates: (1) that company does not operate vacuum, (2) that all 
parts the business have hang together, and (3) what the problems 
over-all management are. 

Recently, A.M.A. inaugurated the game with competition be- 
tween company presidents New York. fall, the game will 
the core for course how make decisions when the 
Academy Management opens Saranac, New York. next year, 
expected, some 4000 top executives will have played the game 
some variation. 


MAKING THE MOST COMMITTEES Scott 


Research Engineering, Vol. No. March 1957, pp. 10-12, 34. 


Meetings are unending source frustration many exec- 
utives. spite this, the number committees and the time spent 
meetings increasing. Most companies justify their use com- 
mittee management terms plain necessity. single individual 
can expected understand all the aspects the problems faces. 

The committee system can controlled applying these rules: 

Don’t use committees pass the buck. The boss should de- 
termine whether not the committee taking responsibilities for 
decisions which are properly his. 

Give the job one person. single staff man with authority 
and know-how can frequently the work several committees. 

Consider the time cost. Each time meeting called, busy 
managers are forced leave pressing duties, abandon schedules and 
cancel appointments. 

Make allowances for group censorship. Because managers 
don’t like air their grievances, committee protest has way being 
The most profitable meetings involve impersonal items. 


*Associate Editor, Research Engineering. 


Don’t rationalize your motive. Unrecognized motives may 
range from the harmless business seeking praise the more serious 
business office politics. 

Encourage participation. The wise chairman sees his role 
that guide remaining outside the discussion and steering it. 

Prepare agenda advance. Failure analyze and outline 
the problem beforehand often ends deadlocks. 

Make one man responsible for follow-up. 


THE PSYCHOLOGY TRADE UNION MEMBERSHIP Marc Karson* 


Mental Hygiene, Vol. 41, No. January 1957, pp. 87-93. 


commonly held explanation for the existence trade unions 
that they aid the wage earner’s efforts obtain economic improve- 
ment. recent years, however, social scientists have been turning 
the study the trade union movement and the workers’ motivation 
union membership. The results these studies show that workers 
have noneconomic motivation: they place great reliance the union 
for satisfying many psychological and social needs. This recognition 
the psychological function served unions may create many new con- 
cepts the role union and business leaders. 

important psychological need satisfied the labor union 
gregariousness. Because the factory and wage system often make 
man feel like machine, must make some spiritual contact with 
others his kind. The union becomes the psychological alternative 
the unconscious groping men for kinship. 

Union membership also helps satisfy the need for status, ap- 
proval, prestige and power. Union membership combats feelings 
inferiority; organized worker has acquired strength collective 
strength. When the union succeeds gaining improved trade agree- 
ments with management, the worker gets the psychological pleasure 
that comes one who wins out rival. 

possible that some workers compensate for dissatisfaction with 
their work with the prestige they acquire from acceptance the 
union and from participation its activities. Further, the economic 
improvement that union gains for its members enables them lead 
different kind life, things which give them sense ac- 
complishment, assertiveness, acceptability and power. 

The union movement provides opportunity for workers 
achieve staff positions leadership and authority. Many men seek 
power and control over other human beings. The union outlet 
for aggression for what can socially valid purpose. also en- 

*Associate Professor Political Science, Southern Illinois University. Based 


paper delivered October 17, 1955, residents psychiatry the Men- 
ninger School Psychiatry. 
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PUBLIC 


courages the passive, dependent needs workers. The union thus 
fulfills some the workers’ unconscious emotional needs. 

Finally, the union gives workers cause that transcends them- 
selves which they can relate. gives life the greater meaning that 
comes from association for common worthwhile purpose. 


RELATIONS THE INVISIBLE SELL Robert Heilbroner* 
Harper’s, Vol. 214, No. 1285, June 1957, pp. 23-31. 


Public relations the wonder child our age one the 
newest, fastest growing and most significant professions our 
find blurring out into advertising, slopping over into selling, 
dipping down into publicity and touching (or aspiring to) the “mak- 
ing” public opinion itself. Public relations the professional win- 
ning friends and influencing people. thus seems worthwhile 
meet some the members this fraternity. 

There are various steps the evolutionary ladder public re- 
lations positions. The men the lower echelons are the direct de- 
scendants the press agents; they have learned that quick and agile 
mind and some good publicity ideas can quickly parlayed into cash, 
However, the publicity end rugged one; the PR’s engaged 
raise lush but quick-wilting crop. 

the next step are the hardy perennials Product Promo- 
tion. Here you will meet nine out ten PR’s who have graduated 
from the publicity game, tirelessly plugging away for products such 
typewriters, wool dog food. The man here must disguise his 
hook with fancy feathers. 

But the public relations bait does not consist products only. 
The publics which Product Promoters also relate their clients 
tend include fewer and fewer customers, and more and more such 
groups stockholders, employees even bankers. the summit 
land the creation the corporate company must 
sold community asset, helpful company, great institution. 

The really important question about the power public relations 
whether can influence what men think. number studies re- 
veal that people just don’t listen attempts teach them what 
think unless what taught part and parcel their lives. Hence 
public opinion researchers are, put mildly, skeptical about the 
ability public relations engineer the public’s consent. 

But there one part the public which really believes the 
power public relations. the American big businessman. 
convinced that public relations can serve get his across 
eagerly attentive public and enshrine his corporation their 
hearts. 

Public relations social force which has left two indelible marks 
our world. the dark side has contributed the debasement 


*Author The Worldly Philosopher and The Quest for Wealth. 
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communications from which suffer. the shinier side has 
enormously increased the prevalence good conduct the business 
scene. Good Public Relations has come regarded indispens- 
able attribute business. Business has sold itself the bill goods 
originally intended sell the public. 


FOR GROWTH Leon Miller* 
Canadian Purchasor, Vol. 36, No. April 1957, pp. 47-50. 


This recipe for planned growth, growth that will keep the 
company state profitable health. There are three ingredients. 


Creative minds must anticipate consumer needs 
and desires and develop new products meet these needs. The con- 
sumer now expects industry build better mouse traps. Examples 
anticipation needs include Drive Thru supermarket Texas and 
24-hours-a-day store New Jersey which sells varieties food 
from automatic vending machines. Furthermore, must alert 
the need for continuously culling improving our product lines 
services add new items. 


The Process Integration. longer can afford the 
luxury and waste rigid functional operations. Each functional head 
the business must increasingly appreciate and understand the busi- 
ness its entirety. 

Caution. can learn exercise creative caution using our 
resources skill, knowledge, experience and flexibility. new climate 
seems developing which enlightened business management 
paying strict attention the problem how most effectively put 
profits ahead volume. 

The sales executive (the chef who will use this recipe for growth) 
member the marketing team. has adopt scientific ap- 
proach his job managing sales. terms the inevitable coming 
automation, must learn that sales volume must profitable 
volume, that erratic sales volume will result sporadic production and 
the crumbling the investment automation. Thus, must sit 
down with sales, advertising, production and financial people plan 
the future. The sales executive must first all manager. 


Adaptation change, guided awareness, the ability communi- 
cate and delegate, are all qualities the sales executive must begin 
develop. Five years from now going have bigger man 
than now. The company role provide the climate and 
facilities encourage the people who want develop so. 


*President, General Foods, Limited. address delivered before the Na- 
tional Sales Executives Club Toronto. 
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THE “RIGHT WORK” LAWS Reinhold Niebuhr* 
Christianity and Crisis, Vol. 17, No. March 18, 1957, pp. 25-26. 


Since both labor and management have become partners 
ernment, the sense that their organizations contribute something 
the structures and procedures just society, would well 
have eye all their procedures. 

Debate breaks out periodically about the “right work” laws 
designed outlaw the union shop. Objections are frequently given 
pious connotation the contention that outlaw the union shop 
would restore the “God-given right man work.” 

true that big unions present problems justice, for they are 
defective democratic control. But not cure the problems 
technical society eliminating the power one the partners 
labor and management, who jointly contribute the balance power 
through which justice achieved. Nor contribute anything 
assuring some lonely workman the right find employment alone 
without the “falderal” unionism. 

were really mature would worry about the dangers 
inherent the connivance big business and big labor raising 
prices and wages. Perhaps are facing new peril that the two 
giants industry have discovered that they can get what they want 
passing the costs the fateful victim “the ultimate con- 


*Editor; Professor Applied Christianity, Union Theological Seminary. 


SAFEGUARDING HEALTH: WHAT INDUSTRY CAN 


Lydia Strong* 
The Management Review, Vol. 46, No. May 1957, pp. 58-79. 


The executive life seems lot less hazardous than most exec- 
utives have been led believe. Figures compiled the National 
Office Vital Statistics indicate that men the managerial, technical, 
and administrative level, group, have lower than average mortality 
rates. Life insurance companies sell policies men these executive 
higher-level occupations, general, the lowest premium rates. 


Executives the Pont Company were found worse 
state health than other employees. Yet executives who enjoy 
many material advantages should conspicuously healthier than 
average. 

There can little question the value the executive 
thorough periodic health examination. Sponsoring such program has 
been widely voted worthwhile from the company’s point view. 


company has asset more precious than the good health its man- 
agers. 


*Contributing Editor, The Management Review. 


Aside from the injunction have periodic physical examinations 
the advice most often given doctors executives adds this: 
exercise and weight control, better nutrition, better living habits 
and more realistic handling the job. 

Advice for companies is: 

better job choosing management material. Choose 
men who have not only the ability the job, but also the ability 
withstand stress. 

Discourage rather than reward long hours, overwork, and 
skipped vacations. 

Provide not only periodic health examinations, but also access 
skilled medical guidance whenever needed. 

succeeding article, Executive and His Heart” (pp. 74- 
79), Dr. Paul White states that age, far more than occupation, 
appears the major health problem executives. 


SELF: MISSING LINK FOR UNDERSTANDING BEHAVIOR 
Richard Brandt* 


Mental Hygiene, Vol. 41, No. January 1957, pp. 24-33. 


Self gradually becoming recognized one the most useful, 
integrative concepts yet developed for explaining behavior. has 
far-reaching implications for any field where human behavior im- 
portant. general exposition concerning self, this article or- 
ganized around the treatment four topics: 

Relationship self behavior. Today self (or personality) 
one the most studied subjects psychology. During the first 
three decades the 20th century, behavior was thought prima- 
rily reflection outside stimuli impinging the individual. Grad- 
ually psychologists realized that this formula was too simple. They 


reasoned that the same stimulus meant different things different 
people. Variation response should expected because variations 
the meaning stimulus. Thus the self organization including 
interests, values, attitudes, drives, needs, levels aspiration and self- 
concepts largely responsible for behavior. 


organization the dynamic forces which make him what is. These 


Characteristics self. Man may viewed organization 
include his physical nature, his sociophysical environment his 


personality self. Any two self organizations differ because varia- 

tions the constituent: attitudes, goals, memories, experience and 
forth. self, some elements are more important, more widely in- 
fluential than others. should not assumed that what the 
top one self organization equally placed another. Another 
characteristic the self stability. Preservation personal identity 


*Assistant Professor, Institute for Child Study the University Mary- 
land College Education. 


n- | 


fa 


SIZING 


seems underly much that person thinks and does. Closely related 
the characteristic integration inner consistency. The self 
conflicts between separate desires, needs, roles and expectancies, 
The need reconcile these conflicts and attain some unity another 
dynamic behavior. 

Development self. Self emerges from the interaction 
physiological and sociological factors. The self the result the ex- 
periences individual has had and they turn are outgrowth 
both his physical make-up and the culture that surrounds him. 

The teacher’s role effecting self organization. Six hypoth- 
eses are given: 

The urge learn seems inherent. Teachers should take 
full advantage this natural tendency. 

People strive toward feeling comfortable. Threat produces 
defensiveness and inhibits self organization. 

Acceptance helps person grow and change. With accept- 
ance person learns trust himself and have faith his own 
efforts learn. 

Changes self depend changes perception. Perception 
changes most readily accepting yet stimulating atmosphere where 
freedom exists explore various viewpoints and attach personal 
meaning new insights. 

individual strives toward consistency and integration 
the self. outsiders can bring inconsistencies into awareness, self 
organization occurs. 

Significant changes behavior occur only with changes self. 


EXECUTIVES’ WIVES Russell Chappell* 
Newsweek, Vol. 49, No. 19, May 13, 1957, pp. 93-95. 


Last month presented arguments the controversial question 
the role the executive’s wife. This article reports some opinions 
the wives themselves, revealed panel discussion conducted 
George Fry Associates, Chicago. 

Although there was much discord, all wives agreed that Mrs. 
Executive must first all successful wife affectionate, well ad- 
justed, adaptable, with sense humor and desire grow with 
her husband. She must have “supreme confidence her husband’s 
ability and never hesitate show it.” Typically, wives executives 
handle home finances, social schedules, household repairs and even 
discipline children. 

Other subjects considered the wives were: looking after the 
husband’s health, how pull social wires (without having them 
show), moving another city, and characteristics the bad wife. 


*Associate Editor, Newsweek. 
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WHAT MAKES GOOD FOREMAN? Arthur Turner* 
Rydge’s, Vol. 30, No. January 1957, pp. 11-13. 


What makes good foreman from the workers’ point view? 
The answers given here are drawn from survey one particular 
plant, but they would seem also apply any large-scale manufac- 
turing plant. number questions were asked 202 production 
workers about their relations with their foreman. 

Workers stressed the importance the foreman’s “knowing the 
job.” was not important that show great deal skill the 
jobs; more important was whether had keen understanding the 
difficulties the workers’ jobs, particular the repetitiveness and the 
feeling constant pressure. 

The second point which workers made was that the foreman 
should not keep “bothering” them while they are working; should 
not keep putting pressure his men all the time. 

More important and more frequently discussed was the belief that 
good foreman should help his men out and stand for them when 
they are trouble. his relationships with his superiors, foreman 
should willing “to out limb for his men.” Further, 
should willing help his men adjust their main source 
pressure the pacing their jobs, especially the moving line. 
can this supplying suitable tools actually working 
the job. 

addition, good foreman fair and friendly; avoids show- 
ing favoritism acting “high hat.” particular should not 
“sneaky.” The workers stressed that foreman should understand his 
men’s point view. should recognize the way they feel about 
things and should relate himself them terms their feelings 
and attitudes. striking how often workers say that they better 
work for foreman who sympathetic with their problems and shows 
real understanding their points view. 

Finally, there are three types foreman behavior that are 
specifically resented: foreman should not let his authority “go 
his head,” should not keep the worker from getting medical 
attention when sick injured, and should never say, “If you 
don’t like here, why don’t you quit?” 


*Resident Assistant, Institute Human Relations, Yale University. 


WHY EXECUTIVES FAIL Frederick Gaudet and Ralph Carli* 
Personnel Psychology, Vol. 10, No. Spring 1957, pp. 7-21. 


was the purpose this study determine some the charac- 
teristics good and poor executives about which relatively little 


Gaudet, Stevens Institute Technology, and Carli, Veterans 
Administration. 
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known. The approach, analysis why people fail, was chosen 
cause had already been found helpful working with management 
personnel. 

questionnaire was mailed 300 major executives who 
sented wide range size company, kind business, location 
company, age executives and range positions. these executives, 
177 responded the questionnaire. 

the questionnaire, the executives were asked fill answers 
about one man whom they had appointed executive potential 
executive position and who that position. Then the executives 
were asked put rank order the six causes failure. There were 
two forms questionnaires. one form the “knowledge lacks” 
which might influence failure were separated from the “personality 
lacks” and the executives were asked rank three each. the 
other, the two kinds lacks were combined and the executive ranked 
six together. 

When the items chosen from both kinds lacks were combined, 
personality lacks were found far more important than 
edge lacks causing failure. 

The most frequent personality factors checked were: inability 
delegate responsibility, inability analyze and evaluate, inability 
judge people and inability cooperate with people. The most fre- 
quent responses knowledge lacks were: lack knowledge person- 
nel organization and administration, and lack breadth knowledge. 

These data have considerable value indicating the relative 
influence knowledge lacks and personality lacks. not in- 
ferred that knowledge not important. Rather, seems that whereas 
industry does adequate job selecting men who have the necessary 
“know-how,” does not well evaluating personality traits. 
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